ABSTRACT
The main objective of this study was to examine the moderating role of corporate social responsibility in the relationship between socially responsible consumption and quality of work life (QWL) of the staff in Social Security Organization. The research model has been formed using variables such as socially responsible consumption, corporate social responsibility, QWL, and organizational commitment of the staff. Research methodology was a correlation type. The population of this research was the staff of Yazd Social Security Organization. Sampling method was stratified random, where the samples were selected from each class through simple random sampling. A questionnaire was used to collect data through which 290 valid samples were collected. In this study, data were analyzed using SPSS18 software. The relationships between variables and factors were examined by confirmatory factor analysis and structural equation modeling technique using PLS2 Smart software. Moreover, using Sobel test, we have examined the assumption of the mediator role of QWF. The results showed that corporate social responsibility and socially responsible consumption had an impact on the QWL. There was a significant relationship between corporate social responsibility (CSR) and QWL. The results also showed that CSR and socially responsible consumption (SRCO) affected organizational commitment through QWL.
Introduction
When companies are getting bigger and bulkier and increasing in number, naturally, they have a major impact on the structure and social system. In other words, within a social structure and system, companies act as a social sub-system and are involved in a vast landscape and they exhibit a kind of mutual dependence. In recent years, given the growth of non-governmental organizations, protest movements against corporate power, increase in social awareness, development of capital markets and public companies, and financial and ethical scandals of large companies, the concept of CSR has become a dominant paradigm in the administrative space of the companies (Brown & Dacin, 1997) .
Organizational commitment is an important occupational and organizational attitude, which has been of interest to many researchers in the fields of organizational behavior and psychology, particularly social psychology over the past years. This attitude has undergone some changes during the past three decades and probably the most significant change in this regard is related to multidimensional approach to this concept rather than a one-dimensional one. One of the hidden but influential factors in job behavior of the employees is their commitment to the organization. Attention to the commitment of human resources, whether in public sector or private sector, is very important (Kthand & Strasser, 2011) .
Moreover, consumerism is one of the main obstacles to economic and social development rooted in cultural values of any society. Thus, high economic behavior is considered among the important cultural assets measured through indices such as responsible consumption and CSR (Bhattacharya & Sen, 2004) .
Today, QWL has been considered as a global concept in the field of human resource management and organizational development. The provision and upgrading of QWL are considered as the key to the success of management in any organization, and QWL is considered by senior managers as one of the techniques to organizational development (Pouravaz & Sehat, 2010) . Determining employees' QWL is important for employers who are interested in improving job satisfaction and employee commitment. The concept of employees' QWL, which is focused on since the time of neoclassical theorists, refers to components such as participation in work, supervision quality, job satisfaction, job security, reducing stress at work, the physical conditions of the workplace, reducing work accidents, paying sufficient and fair payment, and so forth (Sadr, 2011) .
Research Question
This study aims to answer the following question:
How does CSR (organizational and personal beliefs) mediate the relationship between SRCO and QWL?
Literature and Theoretical Foundations Organizational Commitment
The term commitment in Merriam Webster dictionary means: 1) an act of depositing to an institution and 2) the agreement and commitment to do something in the future. Moreover, in behavioral science and organizational psychology, it means organizational commitment. Organizational commitment is an important occupational and organizational attitude, which has recently drawn much attention from many researchers in the fields of organizational behavior and psychology, particularly social psychology. However, this attitude has been subjected to some changes during the past three decades (Meyer & Allen, 1991) .
Dimensions and Definitions of Organizational Commitment
Some supporters of attitudinal approach refer to the organizational commitment as a multidimensional concept affected by different factors. Meyer and Allen (1991) are of the pioneers of multi-dimensional approach. Their three-dimensional model of organizational commitment includes affective, continuance, and normative dimensions. Organizational commitment is defined as loyalty to the organization. It is a concept achieved from recognition and the quality of the relationship of the individuals with their organizations (Kthand & Strasser, 2011) . Luthans (2002) argues that in recent research literature, the general attitude of organizational commitment is an important factor for understanding organizational behavior and a good predictor for tendency to stay in a job (Esmaili, 2001 ). Allen and Meyer (1990) believe that commitment is a mental state that is a tendency, need, and obligation to continue employment in an organization. As noted, these scientists have divided commitment to three dimensions of emotional commitment, continuance commitment, and normative commitment. Commitment have numerous positive consequences. Employees who have commitment have more discipline in their work, stay longer in the organizations, and work more. Managers should maintain employees' commitment and adherence to the organization, and for this, they should be able to use employees' participation in decision-making and provide an acceptable level of job security for them to increase commitment an adherence (Hosseini & Mehdi Zadeh Ashrafi, 2010) . Meyer and Allen (1991) see emotional commitment as a person's emotional attachment to the organization and identification through it. The emotional commitment includes three aspects: A form of emotional attachment to the organization, willingness of the individual to be identified through the organization, desire to continue working in the organization. Allen and Meyer (1990) argue that an individual will feel emotional attachment when he considers organizational goals as his own goals, and when he is convinced to help the organization in achieving its goals. They also explain that the person's identification through the organization happens when the individual values are consistent with organizational values and the individual is able to internalize organizational values. In this identification through the organization, there is a psychological relationship, and the person feels a kind of pride.
Emotional commitment

Continuance Commitment
The second organizational dimension from the viewpoint of Allen and Meyer (1990) is continuance commitment based on Baker's (1960) investment theory. According to this theory, the individual accumulates some capital in the organization over time and as the history of the individual in the organization becomes more, this capital becomes more accumulated, and losing it will be costlier for the individual. These investments include the acquisition of specific skills of the organization that are not transferable, working friendship, political factors, and other costs that discourage the individual from looking for alternative jobs. Allen and Meyer (1990) refer to continuance commitment as a form of psychological attachment of the individual to the organization that comes from employees' perceptions of things that he loses if he leaves the organization. In fact, it could be argued that continuance commitment includes one's awareness of the costs of leaving the organization. Therefore, in this form of commitment, the main reason for the individual's relationship with the organization and the decision to remain in it is an effort to maintain the benefits resulting from the relationship with the organization. Romzek (1990) considers this kind of dependence as a type of transaction. He believes that employees calculate their capital in the organization based on what they have given to the organization and what they will gain by staying in the organization. For example, a person may not prefer to change an organization for the sake of money and the time he has spent on a retirement.
Normative Commitment
The third dimension of organizational commitment, which is less common but can be discussed, is normative commitment. This type represents a sense of duty to continue cooperating with the organization. Those with a high level of normative commitment feel that they have to remain in the current organization (Allen & Meyer, 1990) . Fewer studies have been conducted in this dimensions of organizational commitment compared to other dimensions. For example, Randall & Cote (1991) , Allen and Meyer (1990) , and O'Reilly, Chatman, and Caldwell (1991) have been among few researchers who have tried to distinguish this aspect of organizational commitment from the other dimensions. Randall and Kuti (1990) explore the normative commitment from the perspective of a moral duty that a person feels in him due to the investment the organization has done on him. They believe that this feeling arises in person when the organization has spent a lot of cost or time to prepare him for doing things better. Thus, a kind of feeling of duty to remain in the organization will be created. For example, an employee whose organization invests on his training may believe that he can return the favor by continuing to work in the organization. In general, normative commitment occurs more when the person feels that responding to the organization's investment is hard.
Corporate Social Responsibility
The formation of social responsibility goes back to the early decades of the twentieth century when the companies such as Ford and Karnych started to create non-profit institutions for the development of their communities. CSR received more attention in the 50s and 60s, when companies were faced with numerous questions about their role in society and several theories were offered in this area (Clark, 2000) . In the 70s, CSR was considered in firms' real politics; for example, the role of stakeholders, including employees, suppliers, and local communities (Faryabi, Senobar, Ghodraty, & Miandar, 2013) . The 80s is important in terms of literature as new expressions and concepts such as Corporate Social Performance and Corporate Social Orientation have been proposed. In that decade, many researchers studied the impact of CSR on the profitability. The common point of all this is that social responsibility is seen as an opportunity for organizations. The idea that responsible and somite companies are profitable companies is the outcome of these studies (Carroll, 1999) .
Socially Responsible Consumption
Social responsibility is viewed as the responsibility of the organization to influence its decisions and activities through transparent and ethical behavior on society and the environment.
Auger (2006) emphasized the role of responsible consumption in consumer behavior (staff) and considered it a deliberate choice for finalizing consumption choices based on personal and moral beliefs. As a suggestion, values used by a person that affect his work attitude can be pointed out. Employees with socially responsible consumption trends are worried about ethical and environmental consequences of buying and consumerism behavior (Antil, 1984) . Consumerism is one of the main obstacles to economic and social development rooted in cultural values of any society. Thus, high economic behavior is considered among the important cultural assets measured through indices such as responsible consumption and CSR (Bhattacharya & Sen, 2004) . The results of the study by Brown and Dacin (1997) showed that the ability of the companies and CSR are as an important factors considered by consumers in the evaluation of companies (Iso 26000: 2010).
Quality of Working Life
The QWL is described as the ability of a product in meeting the target, which is produced with the least possible cost (Kamar, Alshawi, & Hamid, 2009 ). The International Organization for Standardization for quality refers to all features of a product effective in its ability to satisfy stated or implied needs. From the above definitions, it can be concluded that what determines the quality of a product or a service is its compliance with the requirements, standards, and customer expectations. Improving employees' QWL is considered among the fundamental issues of management. Today, the particular attention paid to QWL is a reflection of the importance given to it by the public. To deliver their best efforts in realizing the goals of the organization, people are interested in knowing how their expectations, desires, needs, and dignity are dealt with. There are at least three common uses to this term. First, QWL refers to a set of results for employees such as job satisfaction, psychological growth opportunities, job security, good relations with the employer and employees, and fewer accidents. Perhaps this is the most common use for the term. Second, QWL also refers to a body of work or organizational functions such as participatory management, job enrichment, a payment system encouraging good performance, job security, and promising working conditions. Finally, QWL often refers to a type of organizational change program.
Considering the foregoing theoretical foundations, to achieve the research objective, the following hypotheses have been proposed and tested: : CSR adjusts the effect of CSR on QWL. According to the theoretical framework and hypotheses, the model is as follows: Figure 1 . The proposed conceptual model (Arndt, Singhapakdi, & Tam, 2015; Singhapakdi, Lee, Sirgy, & Senasu, 2015) Method The research method is survey. Survey studies seek to investigate the distribution of the characteristics of a society and society parameters. This is conducted as cross-sectional. Therefore, according to the argument provided, this research is non-experimental and correlational.
Population and Sample
The population is all employees Social Security Organization (SSO) in Yazd, including 1157 personnel of different parts of SSO. According to Table 1 , considering the population size of each department in the organization, with the help of stratified sampling in specified classes, the following sample was selected: 
Instruments
In the present study, survey method and a questionnaire were used to collect the data. The questionnaire is in a 5-point Likert scale (from 1 strongly disagree to 5 strongly agree). It consists of 33 questions. The following number of items are used to measure the variables: SRCO, three items (Arndt et al., 2015) ; organizational commitment, 3 items (Arndt et al., 2015) ; CSR (including 7 items for corporate beliefs and 4 items for personal beliefs (Singhapakdi et al., 2014) ); QWL, 16 items . Table 2 shows the Cronbach's alpha and the number of questions in the questionnaire and the questionnaire variables. Since Cronbach's alpha of the questionnaire is greater than.7, the test has acceptable reliability. 
Data Analysis
In this study, one sample t-test was run on the data using SPSS18 software. The relationships between variables and factors was examined through confirmatory factor analysis and PLS modeling technique using PLS2 Smart software, which is a variance-oriented path modeling allows to study the assumptions and indices simultaneously, and the moderator variable. This method is used in cases where the model is complex, sample size is small, or variable distribution is not normal. Moreover, we ran Sobel test to examine the assumption of the mediator role of QWL.
Findings
Comparison of the Study Variables with Mediocrity Measure
One sample t-test for comparing the observed means of variables with theoretical means of the measurement scale indicated that despite the significance level smaller than .05, the mean of all variables is significantly different from the theoretical mean. According to the estimated means for variables, it can be concluded that the means for OC, SRCO, CSR, and QWL are greater than 3, significantly higher than average. The Main Model In this study, structural equation modeling with the help of partial least squares method and PLS Smart software were used to test the hypotheses and the integrity of the main model. This method is used in cases where the sample size is small or the distribution of the variable is not normal. In PLS models, two models are tested. The external model is equivalent to measurement model and the internal model is similar to structural model in structural equation models. The external model shows factor loadings of the observed variables.
The External Model (Measurement Model)
In structural equation modeling methodology, it is initially necessary to examine if the items selected to measure variables have the desired accuracy. For this purpose, confirmatory factor analysis (CFA) is used. The factor loading should have a value higher than 1.96. In this study, the items have the necessary accuracy to measure that structure or latent variable. In Table 4 , the values of factor loading for the items in each latent variable are given. All of the items had t statistic greater than 1.96; thus, none of the items is removed from the model, and the model is evaluated with all the items (questions) included. On the other hand, according to factor loading, the index that has the highest factor loading has a higher share in measuring the related variable, and the index with smaller coefficients has less contribution to the measurement. Using the internal model, one can examine the hypothesis. By comparing the t value calculated of the coefficient for each path, one can confirm or reject the hypotheses of the study, i.e., if the absolute value of the t-statistic is greater than 1.96, at confidence level 95%, and if the value of t-statistic is more than 2.58, the path coefficient is significant at 99% confidence level. The results of testing the conceptual model are shown in figure 2 . The numbers on the paths show t-value for each path. To determine the significance of the path coefficients, it is necessary for the t statistic value to be higher than 1.96. In this analysis, the t-statistic value for all paths, except SRCO to OC and the mutual path for SRCO and CSR, is higher than 1.96 and significant at 95% confidence level.
Numbers written on the lines are the beta coefficients of the regression equation between variables in the same path. The numbers in each circle represent the value of R2 of the model whose predictive variables enter the circle via the arrow. Coefficient of determination for QWL is estimated as .33 and shows that SRCO and CSR altogether could explain 33% of variation of QWL. According to standard coefficient and t statistics, it can be argued that CSR (.44) and SRCO (.17) had the highest impact on QWL (the highest path coefficient). Moreover, QWL, SRCO, and CSR explain 42% of the changes of organizational commitment. The CSR compared to QWL had a greater impact on organizational commitment, and SRCO has no significant effect. 
Internal Model (Structural Model)
In the form of an internal model, the hypotheses were examined and the structural model path was evaluated. Each path corresponds to one of the hypotheses of the model. Testing each hypothesis was done by examining the sign, value, and the significance of path coefficients statistic (beta) between each latent variable and the dependent variable. As the value of this path coefficient was higher, the predictive impact of the latent variable compared to the dependent variable was higher.
To evaluate the significance of path coefficient or beta, the significance of t-value for each path coefficient must be taken into account. Thus, Bootstrapping method was used. For this purpose, resampling was simulated in 500 and 800 samples. The results showed that the significance or insignificance of the parameter change and the results were not reliable in none of the cases. As presented in Table 5 , T-statistic for all paths, except SRCO to OC and the mutual path for SRCO and CSR, was higher than 1.96 showing 95% confidence level. Thus, it had a significant effect except for SRCO to OC and the mutual path for SRCO and CSR. To investigate the moderator role of CSR in the main model, we insert the product of SRCO and CSR into the model. If the relationship between these two variables is significant, the moderator role of CSR is confirmed. The t statistic value for the interaction between CSR and SRCO was .55. As the absolute value of the t-statistic was smaller than 1.96, thus the null hypothesis was not rejected, which means CSR did not moderate the effect of SRCO on QWL.
Discussion and Conclusion H 1 : SRCO has a significant impact on QWL. According to the result of testing the hypotheses at 95% confidence level, SRCO had a significant impact on QWL and the value of the effect was .17 and positive (direct). This means that with increase in SRCO, the QWL also increases. The result of this hypothesis is consistent with Arndt et al.'s (2015) study.
H 2 : CSR has a significant impact on QWL. Given the result of the second hypothesis and data analysis, at 95% confidence level, CSR had a significant impact on QWL and the value of the effect was .44 and positive (direct). This means that with increase in CSR, the QWL also increases. The result of this hypothesis is consistent with the study conducted by Arendt et al. (2015) .
H 3 : QWL has a significant impact on organizational commitment. According to the result of testing the third hypotheses at 95% confidence level, QWL had a significant impact on OC and the value of the effect was .24 and positive (direct). This means that with increase in QWL, OC also increases. The result of this hypothesis is consistent with research conducted by Arendt et al. (2015) , Nabati (2012) , and Sadr and Ghamari (2011) .
H 4 : SRCO has a significant impact on organizational commitment. The result of the fourth hypothesis has shown that at 95% level of confidence, SRCO had no significant effect on OC. In other words, in the treatment department of Yazd Social Security Organization and the studied sample, SRCO had no effect on employee commitment to the organization.
H 5 : CSR has a significant effect on organizational commitment. Given the result of testing the fifth hypotheses at 95% confidence level, CSR had a significant impact on OC and the value of the effect was .41 and positive (direct). This means that with increase in CSR, OC also increases.
In fact, in treatment department of Social Security Organization of Yazd Corporate Social Responsibility had an impact on employee commitment to the organization. In research by Mortazavi et al. (2010) , Arndt et al. (2015) , Anthony and Hong (2014) , Peterson (2004) , Lee, Seo, and Sharma (2013) , this hypothesis has been approved. 
Practical Suggestions
This study examined the effect of SRCO, CSR, and QWL on organizational commitment of the employees in Yazd Social Security Organization. The results revealed the existence of a relationship between SRCO and QWL. Thus, it can be argued that with increase in SRCO, the quality of work life significantly increases as well. Therefore, it is suggested that the directors of SSO pay attention to the employees' health in the workplace. Moreover, it is suggested that the necessary training of SRCO to the staff should be given. Sufficient bonuses and salaries must be given to the staff in return for their efforts. It should be noted that the employees' responsibilities should be in the field of their expertise and capabilities, so that they feel that their job provides the opportunity for them to use all their abilities. Moreover, more investment is suggested on the environmental activities.
The results of the second hypothesis indicated that the level of CSR had a significant effect on QWL of the staff. Thus, senior management should see the organization as improving the quality of life and general welfare of the society and staff, and he should consider measures in this regard. In that case, the employees of SSO will always think that they are work for an organization with social responsibility that offers significant services to the society. It is recommended that the organizations develop its activities in the field of social responsibility and allocate adequate resources and funding. The organization should consider reward for the activities that employees perform in the field of social responsibility.
The results of the third and fourth hypotheses revealed that QWL had a significant effect on OC, and SRCO had no significant effect on OC. The following measures should be taken to improve QWL: Special attention should be paid to the balanced role of work and providing the means to meet the basic needs of employees' families; efforts should be made to reform the stress factors in the workplace and improve the physical conditions of the workplace; paying and salaries should be adequate and fair; employees' job should be designed in such a way that does not prevent his carrying out duties and family responsibilities and social roles; the organization should provide the possibility of the growth of potentials and abilities and realize it by providing the opportunity to show the skills learned and guarantee a sustainable job security and assurance of income; work environment should be designed in way that people have freedom of expressing ideas and feelings and the context should be provided for intellectual and practical participation, job design in the organization should be in a way that fits everyone's conditions, and healthy and safe environmental conditions should be provided for employees; the recreational camps and happy and fun programs for employees and their families should be held; a part of the health care costs, including dental costs as well as contracts with supplementary insurance should be paid.
The results of the fifth hypothesis indicated that at 95% level of confidence, CSR had a significant impact on organizational commitment. The organization should consider the concept of social responsibility as an opportunity which offers an option for sustainable and more growth. Continuous learning programs should be considered for this concept. It is also suggested that the measures of CSR should be in line with the organization's goals and core competencies. It is recommended that organization managers institutionalize the concept of social responsibility in the corporate culture.
